Feedback is an invaluable tool that helps individuals learn about their behavior and how it affects their performance and the people with whom they work. Multirater, or 360-degree, feedback provides multiple perspectives-from colleagues, direct reports, and managers-leading to the creation of a more holistic picture of the impact the recipient is having on others.
results on the MBTI assessment, the intersection of applied behavior practices and personality preferences offers insights that can serve as the basis for further development and action planning.
L P I ® P R A C T I C E S A N D M B T I ® P R E F E R E N C E S
The LPI Feedback Report presents and summarizes the participant's ratings by all the observers (self, manager, direct reports, coworkers, and others) who participated in the feedback process. The observers are asked to rate the participant on 30 leadership behaviors, six for each of The Five Practices, using a 10-point scale indicating whether the behavior is observed almost never (1) to occasionally (5) to almost always (10). The participant is able to view both self-scores and observer average scores for each leadership behavior and Practice via both bar graphs and a rank-ordered listing of leadership behaviors. The final page is a line graph comparing the participant's self-ratings and the ratings of his or her observers to the scores of several thousand other people who have taken the LPI assessment. Three sections of low, moderate, and high represent a normal distribution with markers at 0, 30, 70, and 100.
Most practitioners who use the LPI in conjunction with the MBTI assessment do so in a coaching or training relationship in an effort to help clients increase their self-awareness and emotional intelligence.
In order to understand the kinds of information we can extract from each report, let's take a look at the similarities and differences between the two assessments. 
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For the coach or development facilitator, there are some strategic ways to use the blend of information from the two reports. Here are three questions to consider.
On the LPI Feedback Report,
• Which of The Five Practices had the highest self-score and average score?
• Were the self-ratings and the ratings of manager/direct reports/coworkers/others similar or different?
• In the "Leadership Behaviors Ranking" list, did themes emerge in terms of the highest and lowest scores?
Let's explore each question individually.
W h i c h o f T h e F i v e P r a c t i c e s
® h a d t h e h i g h e s t s e l f -s c o r e a n d a v e r a g e s c o r e ?
As you examine areas of strength and challenges with clients, look at page 1 of the LPI report to see the order of The Five Practices according to self-scores and average scores. The following chart is based on the theory that the Practice on which people score highest overall may be the area in which they feel most comfortable. The chart provides some examples of questions to ask in coaching clients toward peak performance. The Five Practices are listed on the left, the questions in the middle, and the MBTI preferences involved in stretching and flexing preferences on the right. 
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W e r e t h e s e l f -r a t i n g s a n d t h e r a t i n g s o f m a n a g e r / d i r e c t 
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I n t h e " L e a d e r s h i p B e h a v i o r s R a n k i n g " l i s t , d i d t h e m e s e m e r g e i n t e r m s o f t h e h i g h e s t a n d l o w e s t s c o r e s ?
Now take a look at page 3 of the LPI Feedback Report. This page rank-orders your clients' leadership behaviors based on their average observers' scores. The behaviors at the top of the list are observed more frequently, and the bottom ten behaviors (those below the thin horizontal line) are observed least often. What do you notice about the Practice(s) that appear toward the top of the list? Toward the bottom? Which Practice seems to be the one that feels most comfortable and is observed most often?
Which Practice do you tend to see more in the bottom ten? Look for themes that emerge as strengths or developmental opportunities to apply the results and translate them into action.
Which of The Five Practices (if any) tend to be more prevalent at the top of the list? Or are there more items at the bottom that identify a behavior to enhance or develop? Here are some action steps you can suggest to your clients to help them move forward.
If Model the Way scores are toward the bottom of the list:
• Ask yourself if you are leading by example more than enlisting others in the work you do.
• Consider whether you tend to keep your best ideas to yourself and, if you do, what you could do differently to change that.
• If you prefer Introversion, think about how you can share ideas comfortably (via e-mail or one-onone) so you can fully think things through without interruption. • Flex or engage your Intuition preference to imagine possibilities, and share those ideas with others.
• To get a sense of shared aspirations, find out what motivates other people.
• Play with ideas about the future, whether or not they are feasible. Practice experimenting with an ambiguous space and flex your Judging preference to imagine achieving an innovative vision.
If Challenge the Process scores are low:
• Try to take risks by speaking your mind with people with whom you have an existing relationship.
• Analyze what you have done and how it has worked in the past to help you learn from experience.
• Think of small ways to improve, and choose one thing you can try doing differently today.
If Enable Others to Act scores are low:
• Remember that you don't have to do everything yourself-delegate and ask for help!
• Flex your Thinking preference and share more of yourself personally with people at work to increase your approachability and credibility in relationships.
• Develop competence in your area by challenging yourself to learn something new every week via podcasts, webinars, or other self-directed learning.
If Encourage the Heart scores are low:
• Remember that the best gift you can give a direct report is praise!
• Think of a specific way to show appreciation for a task or job-one that relates to the person receiving the tribute.
• Consider the benefits of having group celebrations that acknowledge and reward best practices and encourage morale.
Leadership behaviors 14 ("Treats people with dignity and respect") and 11 ("Follows through on promises and commitments") are the most important in terms of gaining buy-in from others. If people don't feel that their leader respects them, they will not respect the leader. In addition, if leaders do not do what they say they will, no one will consider them accountable.
Where do leadership behaviors 14 and 11 fall on page 3 of your clients' report? If they are high, ask your clients to think of an example when they were easily able to obtain buy-in from senior leaders. If they are low, have your clients think of three things they can do to increase their visibility, influence, and accountability within the organization. 
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C O N C L U S I O N
Leadership is ultimately achieved by making a series of choices and investments to enhance one's knowledge and functioning. We can see how the MBTI and LPI assessments complement each other to help clients explore and understand their leadership characteristics, competencies, and challenges.
The greater a leader's self-awareness, the more proficiently he or she can work toward balancing and integrating effective leadership practices. 
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